Understanding post-colonial India's culture: A juxtaposition of modern and traditional values by Kordyban, Trishita et al.
Bond University
Research Repository
Understanding post-colonial India's culture: A juxtaposition of modern and traditional values
Kordyban, Trishita; Hicks, Richard E.; Bahr, Mark
Published in:
Indian Culture and Work Organisations in Transition
DOI:
10.4324/9781315625447-14
Published: 20/04/2016
Document Version:
Peer reviewed version
Link to publication in Bond University research repository.
Recommended citation(APA):
Kordyban, T., Hicks, R. E., & Bahr, M. (2016). Understanding post-colonial India's culture: A juxtaposition of
modern and traditional values. In A. Malik, & V. Pereira (Eds.), Indian Culture and Work Organisations in
Transition (pp. 76-87). Oxon: Routledge. https://doi.org/10.4324/9781315625447-14
General rights
Copyright and moral rights for the publications made accessible in the public portal are retained by the authors and/or other copyright owners
and it is a condition of accessing publications that users recognise and abide by the legal requirements associated with these rights.
For more information, or if you believe that this document breaches copyright, please contact the Bond University research repository
coordinator.
Download date: 07 May 2020
1 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
 
 
 
 
 
 
 
 
Understanding the Post-Colonial India’s Culture: A Juxtaposition of Modern and 
Traditional Values 
Trishita Kordyban, Richard Hicks, & Mark Bahr 
Bond University, Australia 
 
 
 
 
 
 
 
 
 
 
 
 
 
2 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
Abstract 
This conceptual paper aims to understand post-colonial India’s culture, specifically the 
changes brought about due to economic liberalisation in the 1990s. Although traditionally 
India was classified as a collectivist society, contemporary Indian researchers proposed that 
current India is a mix of collectivism and individualism. Indians tend be collectivists in 
matter relating to the family and individualists in matters relating to work. While the caste 
system was abolished several decades back, hierarchical relationships continue to exist and 
translate into paternalism in the workplace. Paternalism refers to father-like behaviour of the 
superiors towards their subordinates. However, this perhaps was not a detrimental attitude as 
subordinates considered the workplace as family; willingly accepted authority; were loyal 
and deferential; and would go out of their way to help the superior in their personal life. 
Thus, post-colonial Indian culture is a complex and contradictory mix of modern and 
traditional values which often come into conflict and yet complement each other in a way that 
perhaps provides Indians with a unique competitive edge.    
 
 
 
 
 
 
 
 
 
 
 
3 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
Understanding the Post-Colonial India’s Culture: A Juxtaposition of Modern and 
Traditional Values 
 Three main historical socio-economic factors influenced the Indian organisations 
before economic liberalisation in the 1990s: the caste system, the British colonisation, and 
post-independence socialism (Amba-Rao, Petrick, Gupta, & Von der Embse 2000; Gopalan 
& Rivera 1997; Pio 2007). However, amidst this background after the Indian economy 
opened up to the world, there was a move towards transparency, professionalism and less 
bureaucracy (Pio 2007).  Nevertheless, India remains a country of paradoxes. Despite a 
majority of the population being rural, agrarian, illiterate, and poor, India also possesses the 
largest group of skilled professionals in the world (Panda & Gupta 2007). In a colloquium to 
discuss India from a business perspective for multi-national corporations, a panel comprised 
of Indian industry captains, academics and social workers noted that India is a country where 
contradictions coexisted peacefully, such as a spirit of cooperation and competition; lack of 
discipline and readiness to follow processes; chaos and order (Jain et al. 2006). On the other 
hand, Jain et al. also noted that some of the virtues that Indians had were resilience; patience; 
entrepreneurial spirit; being innovative; and being passionate about what they do. Economic 
liberalisation brought about changes to several social processes in India (Bhatnagar & 
Rajadhyaksha 2001; Namasivayam & Zhao 2007; Medora 2007; Oza 2001; Patel & 
Parmentier 2005; Sonawat 2001). Scholars and researchers proposed three possible 
consequences of globalisation: cultural homogenisation, cultural polarisation or cultural 
hybridisation (Conrad & Poole, 2012). The cultural homogenisation perspective was that 
cultures would eventually lose their rich diversity and form a standardised culture largely 
based on the American culture (Conrad & Poole 2012; Pieterse 1996). The cultural 
polarisation proposition was that people in non-Western societies would increasingly become 
alienated by and hostile towards the changes brought about by globalisation (Conrad & Poole 
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2012; Pieterse 1996). Finally, the cultural hybridisation thesis was that people would find a 
balance between their cultural traditions and the changes brought about by living in a global 
economy (Conrad & Poole 2012; Pieterse 1996). India it seems has adopted the cultural 
hybridisation model in response to globalisation, but with an unbalanced mix of tradition and 
modern between the genders. In this chapter two areas of change brought about by 
globalisation is discussed: core Indian values and role of women in work. 
What are the Core Indian Values? 
Indian scholars (Panda & Gupta 2004; Sinha et al. 2004; Sinha et al. 2009) argued 
that since India is a pluralistic society with several sub-cultures it cannot be classified as a 
homogenous culture.  However, the studies of Sinha et al. (2004; 2009) conducted across 
several locations in India revealed the following pan cultural Indian values: duality in 
thinking, coexistence of collectivist and individualist tendencies, hierarchical relationships, 
prevalence of familism and personalised relationships. These pan cultural values are 
discussed in detail in the following sections.  
Duality in Thinking. Several researchers (Fusilier & Durlabhji 2001; Mathur 2010; 
Sinha et al. 2004; Sinha et al. 2009; Suri & Abbott 2009; Tripathi 1990) based on their 
studies concluded that Indians seemed to hold dual and seemingly contradictory beliefs such 
as: frugality and conspicuous consumption, collectivism and individualism, and humanism 
and power mongering.  The concept of duality in thinking is congruent with the concept of 
dialectical thinking proposed by Peng and Nisbett (1999). Peng and Nisbett posited that East 
Asians were more comfortable with the existence of contradictions (dialectical thinking) than 
North Americans. However, this dialectical thinking perhaps reflected a greater tolerance of 
ambiguity, and allowed for a more context-specific behaviour (Fang 2010). 
Another explanation of duality in thinking could be that with economic liberalisation 
and the growth of the middle class, the demand for quality education in India surpassed the 
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supply, leading to more and more Indian middle class youths being educated abroad 
(Feigenbaum 2010). This phenomenon, Fusilier and Durabhji (2001) explained, led to most 
Indians being educated in Western management theories and practices but imbibing Indian 
values through their upbringing; giving rise to contradictory and complex relationships 
between their Indian values and work goals and behaviour. For example, people may dislike 
corruption but may bribe if necessary; believe in science but may be superstitious; value 
autonomy but work hard only under pressure (Sinha et al. 2009).  This duality in thinking is 
also reflected in the following pan-cultural value of co-existence of collectivist and 
individualistic tendencies identified by Sinha et al. (2004; 2009). 
Coexistence of Collectivistic and Individualistic Tendencies. Traditional India was 
primarily classified as a collectivist society (Hofstede 1980; Triandis 1995), characterised by 
the values of group cohesiveness, putting others before oneself and an interdependent sense 
of self which included immediate family members, extended family members, and friends. 
Markus and Kitayama (1991) theorised that individuals who viewed themselves as primarily 
connected with others and had a less autonomous view of themselves had an interdependent 
sense of self. However, Indian researchers (for example, D’Mello & Eriksen 2010; Ghosh 
2004; Shah 2009; Sinha et al. 2010; Sinha & Tripathi 1994; Sinha & Verma 1994) have 
suggested that modern Indians exhibited a mix of collectivist and individualist behaviours. 
For example, when presented with 18 scenarios in a study involving 292 students from three 
locations across India, Sinha et al. (2001) found that in the scenarios involving family a 
purely collectivist behaviour was chosen by the participants. Such as, in one scenario, when 
faced with an unjustified rebuke from his father, a son would not respond so that the father is 
not insulted. In scenarios where personal goals and family or friends’ interests clashed, a mix 
of collectivist and individualistic behaviour was exhibited. For example, when a friend 
needed blood and the respondent had to attend an important job interview, he would arrange 
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for one of his family members to donate blood while he attended the meeting. Individualist 
behaviour when evoked was usually to serve a collectivist purpose. For example, respondents 
would leave their families to take up a well-paying job in another city or abroad, but a 
majority of their savings would be sent back home to the family.  
In a subsequent study by Sinha et al. (2002) with a larger sample of 534 college 
students across five locations in India, found similar results. Sinha et al. (2002) confirmed 
that in most scenarios a mix of collectivist and individualist behaviours was evoked. For 
example, marriages in India are traditionally arranged by the family; however, there is an 
increasing trend of men and women wanting to marry a person of their choice. When faced 
with the dilemma in a scenario to choose their own partners or let their parents choose 
someone for them, rather than completely breaking away from tradition, young men and 
women preferred to convince their parents to let them marry a person of their liking. Sinha et 
al. (2002) also noted that women tended to display a greater degree of collectivism than men 
as “...the Indian woman’s top priority is her home whereas young men must earn bread” (pg. 
318). Furthermore, Sinha et al. stated that Indians living in affluent locations with better 
infrastructural facilities and better opportunities were less likely to be interdependent on 
others for day to day living.  
Similar findings to those of the Sinha et al. (2001; 2002) studies were found in Shah’s 
(2009) survey of 1,000 Indian respondents from 12 different Indian cities. The study 
examined the impact of globalisation on work and family collectivism and found that Indians 
were more likely to adhere to traditional values regarding family rather than to values 
regarding work. As an explanation for this phenomenon, Shah posited that the Indian job 
market was highly competitive with more than half of the population below the age of 25 
years and with at least 25% of them with tertiary level education. In light of economic 
scarcity and an abundance of well-qualified individuals, a more individualist outlook 
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accepting competition, independence, capitalism and entrepreneurship was more likely to 
lead to success in the workplace in contrast to the consequences of a collectivist attitude 
(Shah, 2009). Hence, it could be proposed that Indians had an interdependent sense of self 
when it came to family and an independent sense of self when it came to work. 
The coexistence of collectivist and individualist tendencies could also explain the 
continuing traditional roles of family despite changes in the family structure. As found in 
Sinha and colleagues’ studies (2001; 2002), when it came to study scenarios involving 
family, a collectivistic attitude was evoked. Furthermore, Sinha et al. (2002) also found that 
women in India were more likely to be collectivists than men, a finding that is congruent with 
the findings of Bhatnagar and Rajadhyaksha (2001), Clark and Sekher (2007), Dernéa (2003) 
and Radhakrishan (2009) where it was found that women continued to adhere to traditional 
gender roles. 
Moreover, the coexistence of collectivist and individualist tendencies are resonant 
with duality in thinking as both values seem to reflect an acceptance of contradictions. 
However, as suggested by Fang (2010) this acceptance of contradictions perhaps reflects the 
ability of the individuals to choose an appropriate behaviour depending on the situation and 
context and not be limited by a fixed pattern of behaviour. Furthermore, as proposed by Fang, 
this acceptance of contradictions could also reflect a greater tolerance for ambiguity and 
inconsistencies.   
Familism and Personalised Relationships. The family is one of the most important 
institutions in India and an integral part of the Indian culture (Medora 2007; Sonawat 2001). 
Families in India are largely patriarchal (Sonawat, 2001) wherein the major family decisions 
are made by the male members. However, there are a few matriarchal families (Mullatti 
1995) and family interactions are becoming more egalitarian among the urban middle classes 
(Sonawat 2001). Patriarchal families tend to be mostly patrilineal (Mullatti 1995), where 
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property is inherited by the son and the lineage is based on the father’s family. However, 
changes in the legal system have ensured that some of the property can be inherited by 
daughters (Sonawat 2001).  Families also tend to practice patrilocal exogamy (Chudgar & 
Shafiq 2010), wherein daughters move out of their parental homes and reside with their 
husband’s families while the sons continue to reside with their parents and contribute to the 
family income after marriage.  
Traditionally, families in India were joint families where several generations of a 
family lived together in one household. However, due to the impact of urbanisation and 
modernisation nuclear families are more common in India now (Medora, Larson, & Dave 
2000). Nevertheless, several researchers (for example, Carson & Chowdhury 2000; Medora 
2007; Mullatti 1995) have described the modern Indian family as a modified extended family 
in which family members may not live in the household nor have a joint family income, but 
still continue to perform roles and tasks as they did previously such as providing child care 
and financial assistance, regular visits and participation in all events such as births, deaths, 
religious festivals, and marriages.  
 Sinha and colleagues (2001) in their study found that meeting family and social 
commitments was given more importance than meeting work commitments. However, in a 
study to investigate work-family conflicts and its effect on job satisfaction among a sample of 
162 Indians, Sharma (2012) found that there was no relationship. Sharma posited that there 
was no conflict between work and family as in largely collectivist societies such as India 
work was perceived as a means to provide for the family and enhance their well-being. 
Hence, work roles and family roles were not seen as separate, but interlinked.  
Hierarchical Relationships. While globalisation has brought about many changes in 
the Indian cultural values, one value that has not changed to a great extent is the existence of 
hierarchical relationships. Sharma (2000) looked at matrimonial propositions in Indian 
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national daily newspapers, a common method to find marital partners in India (Dhesi 2001; 
Mullatti, 1995) and found that even highly educated individuals conspicuously stated their 
castes, sub-castes and financial status in those advertisements. For example, “Senguntha 
Mudaliar parents invite alliance for son 27/175, Aswini, M.E. working in USA, H-1B visa” 
(Sharma, 2000, pg. 174). The prevalence of the caste system (while not as prominent as 
before) and child-rearing practices it has been proposed, perpetuates the existence of 
hierarchical relationships and then these beliefs are transferred to the workplace where 
superior and subordinate relationships are often authoritative and paternalistic (Kakar 1971; 
Suri & Abbott 2009), further reinforcing these beliefs. Kakar explained that authoritative 
parenting in Indian homes had contributed to authoritative superior-subordinate relationships 
at work. Children in Indian homes were raised to be dependent on their parents for guidance 
which in later in workplaces translated to employees expecting to be told what to do by their 
superiors (Kakar 1971). 
Paternalism in the workplace refers to father-like behaviour of the superiors, 
providing care and protection to the subordinates (Aycan 2006; Pellegrini & Scandura 2008). 
In a review on paternalism, Aycan (2006) explained that the underpinnings of paternalism lay 
in the value of familism and family relationships that were characterised by patriarchy, 
patrilocality, and patrilineality, all characteristics of an Indian family (Medora 2007; Mulatti 
1995; Sonawat 2001). Aycan elaborated that often paternalistic behaviour extended to the 
workplace as well. Superiors behaved in a father-like manner providing professional and 
personal advice to subordinates; expecting loyalty; establishing and maintaining close 
relationships with subordinates; and maintaining an authoritative status (Aycan 2006; 
Pellegrini & Scandura 2008). Subordinates considered the workplace as family; willingly 
accepted authority; were loyal and deferential; and would go out of their way to help the 
superior in their personal life such as run errands, if required (Aycan 2006). In a review of the 
10 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
Indian managerial ethos Chatterjee (2009) explained that paternalism had its roots in the 
concepts of Shraddha and Sneha. Shraddha is the loyalty and deference to the elder or senior 
and Sneha is the acceptance of a mentoring role and affection of the younger one 
(Chatterjee). The founder of a leading Indian organisation in an interview with Chatterjee 
stated that Indian organisations were sustained by the familial bonding and social links at the 
workplace. The attitude of considering the workplace as family could offer another 
explanation as to why Sharma (2012) did not find a relationship between work-family 
conflict and job satisfaction in an Indian employee sample. There would be no conflicts if 
there is no separation of work and family life. 
Saini and Budhwar (2008) in case studies of two small and medium Indian enterprises 
shed light on some of the indigenous management techniques. In both the organisations 
studied Saini and Budhwar found that the senior management motivated their staff by their 
paternalistic and caring style of leadership. For example, the managerial staff went to their 
employees’ homes on special occasions such as weddings and birthdays; offered financial 
support in way of loans to their employees; distributed gifts and sweets for important Indian 
festivals; regularly enquired about the employees’ and their families’ well-being; and 
provided tea and snacks for the employees when they worked overtime.  
In a case study of an Indian software firm which had an ongoing relationship with a 
British organisation Nicholson and Sahay (2001) found that another aspect of paternalism in 
Indian organisations was the need for Indian employees to please and avoid confrontation. 
One of the interviewees from the British organisation in Nicholson and Sahay’s study stated 
that whenever the Indian employees were presented with work and asked if they could meet 
the deadline, they always said yes even when it was not possible. However, Nicholson and 
Sahay noted that the intent behind this behaviour was positive and the Indians employees 
were willing to work overtime to complete the tasks if required.  
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In a comparative study of three organisations; the first, a multinational corporation 
based in India; the second, the parent organisation of the multinational corporation based in 
the United States, and the third, an Indian owned organisation based in India, Poster and 
Prasad (2005) also found a paternalistic atmosphere in the India-based organisations. 
Furthermore, Poster and Prasad noted a bureaucratic style of management. For example, 
every employee was required to sign an attendance register every day and if they were late to 
work twice in a month they then lost half a day’s pay. Work hours in the India-based 
organisations were very inflexible in sharp contrast to their counterpart in the United States 
where employees had several options regarding work hours. In addition, Poster and Prasad 
found that while the Indian employees had more help at home they also had more chores to 
do because their families were so large.  
Based on their research, Sinha and Kumar (2004) posited that a hierarchical order in 
India could be traced back to the ancient Indian scriptures where everything was ranked in 
hierarchical order. For example, animates were superior to inanimates, human beings were 
superior to both animates and inanimates, among human beings, hierarchical order was in 
terms of caste, within castes, it was based on gender and age. There was hierarchy even 
within the human body with the head superior to the middle, which in turn was superior to the 
feet. This outlook seemed to be so deeply ingrained in the Indian psyche that in a study of 
311 employees in a bureaucratic organisation, Kumar (2007) found that there were no 
differences in hierarchical tendencies among employees who had joined the organisation 25 
years back and employees who had joined the organisation two years back. Even though 
there was a significant generational gap between the older and newer employees, there were 
no differences in outlook with regard to hierarchical relationships. However, Kumar stated 
that the point to note was not the existence of hierarchy, but how management style can be 
adjusted when hierarchy was prevalent. For example, in hierarchical organisations, 
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participative management styles were not likely to be successful as employees may not want 
the additional responsibilities that were part of empowerment. While egalitarian relationships 
may be considered ideal by some, perhaps in some Indian organisations a hierarchical 
organisational structure with a paternalistic management style may work best.  
Juxtaposition of Modern and Traditional Values 
The brief review on core Indian values and work revealed that while globalisation has 
produced some changes such as the breakdown of the joint family system, some attitudes and 
roles have remained traditional. For example, while families in urban areas were increasingly 
becoming nuclear in nature, they still exerted considerable influence on the people, even at 
work (Sinha et al. 2001); hierarchical relationships continued to exist, paternalistic behaviour 
by superiors was a major source of motivation for Indian employees (Saini & Budhwar 
2008); a bureaucratic style of management was still prevalent (Poster & Prasad 2005); and 
finally the endorsement of seemingly contradictory values such as competition and 
cooperation was prevalent in the Indian culture (Jain et al. 2006). However, other modern 
Indian values such entrepreneurship, innovation, a sense of passion in what they do coupled 
with Indian virtues such as resilience and patience has the potential to make India a 
formidable economic power in the future (Jain et al., 2006).  
 
 
 
 
 
 
 
 
13 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
References 
Amba-Rao, S. C., Petrick, J. A., Gupta, J. N. D., & Embse, T. J. 2000. Comparative 
performance appraisal practices and management values among foreign and domestic 
firms in India. International Journal of Human Resource Management, 11(1), 60-89. 
doi: 10.1080/095851900339990  
 Aycan, Z. 2006. Paternalism: Towards conceptual refinement and operationalization. In U. 
Kim, K. Yang & K. Hwang (Eds.), Indigenous and cultural psychology: Understanding 
people in context (pp. 445-466). New York: Springer Science + Business Media, Inc.  
Bhatnagar, D., & Rajadhyaksha, U. 2001. Attitudes towards work and family roles and their 
implications for career growth of women: A report from India. Sex Roles, 45(7-8), 549-
565. doi: 10.1023/A:1014814931671  
Carson, D. K., & Chowdhury, A. 2000. Family therapy in India: A new profession in an 
ancient land? Contemporary Family Therapy: An International Journal, 22(4), 387-407. 
Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=pbh&AN=11304443&site=ehos
t-live  
Chatterjee, S. R. 2009. Managerial ethos of the Indian tradition: Relevance of a wisdom 
model. Journal of Indian Business Research, 1(2/3), 136-162. doi: 
http://dx.doi.org/10.1108/17554190911005336  
Chudgar, A., & Shafiq, M. 2010. Family, community, and educational outcomes in South 
Asia. Prospects, 40(4), 517-534. doi: 10.1007/s11125-010-9169-z.  
Clark, A. W., & Sekher, T. V. 2007. Can career-minded young women reverse gender 
discrimination? A view from Bangalore’s high-tech sector. Gender Technology and 
Development, 11(3), 285-319. doi: 10.1177/097185240701100301 
14 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
Conrad, C. & Poole, M. S. 2012. Strategic organizational communication in a global 
economy, 7th ed. MA, USA: Wiley-Blackwell.  
Dernéa, S. 2003. Arnold Schwarzenegger, Ally McBeal and arranged marriages: 
Globalization on the ground in India. Contexts, 2(3), 12-18. doi: 10.1525/ctx.2003.2.3.12  
Dhesi, A. S. 2001. Expectations and post-school choice: Some data from India. Education + 
Training, 43(1), 14-24. doi: http://dx.doi.org/10.1108/EUM0000000005411  
D’Mello, M., & Eriksen, T.H. 2010. Software, sports day and sheera: Culture and identity 
processes within a global software organization in India. Information and Organization, 
20(2), 81-110. doi: http://dix.doi.org./10.1016/j.infoandorg.2010.03.001 
Fang, T. 2010. Asian management research needs more self-confidence: Reflection on 
Hofstede (2007) and beyond. Asia Pacific Journal of Management, 27(1), 155-170. doi: 
10.1007/s10490-009-9134-7.  
Feigenbaum, E. A. 2010. India's rise, America’s interest. Foreign Affairs, 1-10. Retrieved 
from http://www.foreignaffairs.com/articles/65995/evan-a-feigenbaum/indias-rise-
americas-interest  
Fusilier, M., & Durlabhji, S. 2001. Cultural values of Indian managers: An exploration 
through unstructured interviews. International Journal of Value-Based Management, 14, 
223-236. doi: 10.1023/A:1017525822608  
Ghosh, A. 2004. Individualist and collectivist orientations across occupational groups. In B. 
N. Setiadi, A. Supratiknya, W. J. Lonner & Y. H. Poortinga (Eds.), Ongoing themes in 
psychology and culture (pp. 1-5). Melbourne, FL: International Association for Cross-
Cultural Psychology.  
Gopalan, S., & Rivera, J. B. 1997. Gaining a perspective on Indian value orientations: 
Implications for expatriate managers. International Journal of Organizational Analysis, 
5(2), 156-180. Retrieved from 
15 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
http://search.ebscohost.com/login.aspx?direct=true&db=heh&AN=9712076671&site=eh
ost-live  
Hofstede, G. 1980. Culture's consequences: International differences in work-related values. 
Beverly Hills, CA: Sage.  
Jain, L. C., Makhija, R., Mookerjee, A., Mysore, V., Raghavan, A., Ramachandran, J., . . . 
Seshadri, D. V. 2006. Understanding India from a business perspective: Opportunities 
and challenges for MNCs. Vikalpa, 31(3), 95-119. Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=bth&AN=22697487&site=ehost
-live  
Kakar, S. 1971. Authority patterns and subordinate behavior in Indian organizations. 
Administrative Science Quarterly, 16(3), 298-307. Retrieved from 
http://www.jstor.org/stable/2391902 
Kumar, M. R. 2007. Assessment of hierarchical tendencies in an Indian bureaucracy. 
International Journal of Public Sector Management, 20(5), 380-391. doi: 
10.1108/09513550710772503  
Markus, H. R., & Kitayama, S. 1991. Culture and the self: Implications for cognition, 
emotion, and motivation. Psychological Review, 98, 224-253. Accession Number: 
00006832-199104000-00006  
Mathur, N. 2010. Shopping malls, credit cards and global brands: Consumer culture and 
lifestyle of India’s new middle class. South Asia Research, 30, 211-231. doi: 
10.1177/026272801003000301  
Medora, N. P. 2007. Strengths and challenges in the Indian family. Marriage & Family 
Review, 41(1-2), 165-193. doi: 10.1300/J002v41n01_09  
Medora, N. P., Larson, J. H., & Dave, P. B. 2000. East-Indian college student's perceptions of 
family strengths. Journal of Comparative Family Studies, 31(4), 407-425. Retrieved 
16 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
from 
http://zl9eq5lq7v.scholar.serialssolutions.com/?sid=google&auinit=NP&aulast=Medora
&atitle=East-
Indian+college+students%27+perceptions+of+family+strengths&title=Journal+of+comp
arative+family+studies&volume=31&issue=4&date=2000&spage=407&issn=0047-
2328  
Mullatti, L. 1995. Families in India: Beliefs and realities. Journal of Comparative Family 
Studies, 26(1), 11-25. Retrieved from http://psycnet.apa.org/psycinfo/1995-09233-001  
Namasivayam, K., & Zhao, X. 2007. An investigation of the moderating effects of 
organizational commitment on the relationships between work-family conflict and job 
satisfaction among hospitality employees in India. Tourism Management, 28(5), 1212-
1223. doi: http://dx.doi.org/10.1016/j.tourman.2006.09.021  
Nicholson, B., & Sahay, S. 2001. Some political and cultural issues in the globalisation of 
software development: Case experience from Britain and India. Information and 
Organization, 11(1), 25-43. doi: http://dx.doi.org/10.1016/S0959-8022(00)00008-4  
Oza, R. 2001. Showcasing India: Gender, geography, and globalization. Signs: Journal of 
Women in Culture and Society, 26(4), 1067-1095. Retrieved from 
http://www.jstor.org/stable/3175357?origin=JSTOR-pdf  
Panda, A., & Gupta, R. K. 2007. Call for developing indigenous organisational theories in 
India: Setting agenda for future. International Journal of Indian Culture and Business 
Management, 1(1/2), 205-243. Retrieved from 
http://itol.org/plugins/content/ezines/articles/f211121573108649.pdf  
Patel, R., & Parmentier, M. J. C. 2005. The persistence of traditional gender roles in the 
information technology sector: A study of female engineers in India. Information 
17 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
Technologies & International Development, 2(3), 29-45. doi: 
10.1162/1544752054782457.  
Pellegrini, E. K., & Scandura, T. A. 2008. Paternalistic leadership: A review and agenda for 
future research. Journal of Management, 34(3), 566-593. doi: 
10.1177/0149206308316063  
Peng, K., & Nisbett, R. E. 1999. Culture, dialectics, and reasoning about contradiction. 
American Psychologist, 54, 741-754. Accession Number: 00000487-199909000-00001 
Pieterse, J. N. 1996. Globalisation and culture: Three paradigms. Economic and Political  
 Weekly, 31 (23), 1389 – 1393. Retrieved from http://www.jstor.org/stable/4404234 
Pio, E. 2007. HRM and Indian epistemologies: A review and avenues for future research. 
Human Resource Management Review, 17(3), 319-335. doi: 
http://dx.doi.org/10.1016/j.hrmr.2007.06.001  
Poster, W. R., & Prasad, S. 2005. Work-family relations in transnational perspective: A view 
from high-tech firms in India and the United States. Social Problems, 52(1), 122-146. 
Retrieved from 
http://zl9eq5lq7v.scholar.serialssolutions.com/?sid=google&auinit=WR&aulast=Poster&
atitle=Work-family+relations+in+transnational+perspective:+A+view+from+high-
tech+firms+in+India+and+the+United+States&title=Social+problems+(Berkeley,+Calif.
)&volume=52&date=2005&spage=122&issn=0037-7791  
Radhakrishnan, S. 2009. Professional women, good families: Respectable femininity and the 
cultural politics of a "new" India. Qualitative Sociology, 32(2), 195-212. doi: 
10.1007/s11133-009-9125-5.  
Saini, D. S., & Budhwar, P. S. 2008. Managing the human resource in Indian SMEs: The role 
of indigenous realities. Journal of World Business, 43(4), 417-434. doi: 
http://dx.doi.org/10.1016/j.jwb.2008.03.004  
18 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
Shah, G. 2009. The impact of economic globalization on work and family collectivism in 
India. Journal of Indian Business Research, 1(2/3), 95-118. doi: 
10.1108/17554190911005318  
Sharma, A. 2012. Work-family conflict and job satisfaction: Moderating effects of gender 
and the salience of the family and work roles. Advances in Asian Social Science, 1(1), 
151-161. Retrieved from 
http://worldsciencepublisher.org/journals/index.php/AASS/article/viewFile/170/168  
Sharma, D. 2000. Science, culture and conflict in India. Cultural Dynamics, 12, 164-181. doi: 
10.1177/092137400001200204  
Sinha, D., & Tripathi, R. C. 1994. Individualism in a collectivist culture: A case of 
coexistence of opposites. In U. Kim, H. C. Triandis, C. Kagitcibasi, C. Choi & G. Yoon 
(Eds.), Individualism and collectivism: Theory, method, and application (pp. 123-136). 
CA: Sage.  
Sinha, J. B. P., & Kumar, R. 2004. Methodology for understanding Indian culture. The 
Copenhagen Journal of Asian Studies, 19, 89-104. Retrieved from 
http://ej.lib.cbs.dk/index.php/cjas/article/viewArticle/27  
Sinha, J. B. P., Singh, S., Gupta, P., Srivastava, K. B. L., Sinha, R. B. N., Srivastava, S., . . . 
Pandey, A. 2009. An exploration of the Indian mindset. Psychological Studies, 1, 1-15. 
doi: 10.1007/s12646-010-0001-x  
Sinha, J. B. P., Sinha, R. B. N., Bhupatkar, A. P., Sukumaran, A., Gupta, P., Gupta, R. K., . . . 
Srinnas, E. S. 2004. Facets of societal and organisational cultures and managers' work 
related thoughts and feelings. Psychology and Developing Societies, 16(1), 1-25. doi: 
10.1177/097133360401600101  
19 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
Sinha, J.B.P., Singh, S., Gupta, P., Kailash, B.L., Srivastava, R.B.N., Sinha, 
R.B.N.,…Pandey, A. 2010. An exploration of the Indian mindset. Psychological Studies, 
55(1), 3-17. doi: 10.1007/s12646-010-0001-x 
Sinha, J. B. P., Sinha, T. N., Verma, J., & Sinha, R. B. N. 2001. Collectivism coexisting with 
individualism: An Indian scenario. Asian Journal of Social Psychology, 4, 133-145. 
Retrieved from 
http://search.ebscohost.com/login.aspx?direct=true&db=pbh&AN=4891444&site=ehost-
live  
Sinha, J. B. P., & Verma, J. 1994. Social support as a moderator of the relationship between 
allocentrism and psychological well-being. In U. Kim, H. C. Triandis, C. Kagitcibasi, C. 
Choi & G. Yoon (Eds.), Individualism and collectivism (pp. 267-275). Thousand Oaks, 
CA: Sage.  
Sinha, J. B. P., Vohra, N., Singhal, S., Sinha, R. B. N., & Ushashree, S. 2002. Normative 
predictions of collectivist-individualist intentions and behaviour of Indians. International 
Journal of Psychology, 37(5), 309-319. doi: 10.1080/00207590244000124  
Sonawat, R. 2001. Understanding families in India: A reflection of societal changes. 
Psicologia: Teoria e Pesquisa, 17(2), 177-186. doi: http://dx.doi.org/10.1590/S0102-
37722001000200010  
Suri, G. S., & Abbott, P. 2009. Cultural enclaves: The interplay between Indian cultural 
values and western ways of working in an Indian IT organisation. Paper presented at the 
Special Interest Group on ICT and Global Development's Second Annual Workshop, 
Phoenix, Arizona. Retrieved from 
http://howe.stevens.edu/fileadmin/Files/research/globdevproceedings/6_FINAL_Singh_
Cultural_Enclaves_2009.pdf  
Triandis, H. C. 1995. Individualism and collectivism. Boulder, CO: Westview Press.  
20 
 
This is an Accepted Manuscript of a book chapter published by Routledge in “Indian Culture and Work Organisations in Transition” 
on 20 April 2016, available online: https://www.taylorfrancis.com/books/e/9781315625447/chapters/10.4324/9781315625447-14 
Tripathi, R. C. 1990. Interplay of values in the functioning of Indian organisations. 
International Journal of Psychology, 25, 715-734. doi: 10.1080/002075990082 
 
 
 
 
 
 
 
 
